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1.1 Background to the Study
Performance appraisal in organizations is an old practice through which employers have been constantly observing the manner in which employees are carrying out their job assignments and forming impression of their relative worth to the organization (Chruden and Sherman 1980). The modern approach is known as performance management which is a strategic and integrated approach to delivering sustained success to organizations by improving the performance of the people who work in them and by developing the capabilities of teams and individual contribution (Armstrong and Baron (1998).

Although the government and the public service at large have achieved a lot since its independence but still problems in the efficiency and effectiveness of the services provided by the government and the functioning of the public sector were noticed along with complains of dissatisfaction of the public hence the implementation of the administrative reforms (URT, 2010). Performance Management system in Tanzania was geared to improve the efficiency and effectiveness of service delivery in the public sector most importantly by insuring the value for money as it is the target for most of the implemented administrative reforms. 

Performance appraisal system is one of the tools of performance management that seem to best ensure effectiveness by connecting and aligning individual, team and organizations objectives and results (Armstrong, 2003). Performance appraisal system gives a thorough consideration of the components and various aspects of performance with the attention given to how each component plays part to the desired performance outcome in the organizational, departmental, team and individual level (Chen etal, 2009)

Also the changes in this performance appraisal system where in accord to the Public Service Management and Employment Service (PSMES) of 1998 and the Public Service Act No.8 of 2002 (URT, 2005). And it looks into what employees do (their work) how they do it (behavior) and the result obtained. As a whole performance appraisal in Tanzania incorporated the formal and informal measures adopted by the public sector and its entities to increase organizational, team and individual effectiveness (Mbegu, 2004). 

This tool is critical to the adaptation and instituting performance culture in the Tanzanian public sector. It requires the public servants and their supervisors to develop their personal objectives based on the strategic planning process and on organizational targets regarding service delivery. To develop the individual performance plan both the supervisor and subordinate are required to agree on “performance objectives, performance targets, performance criteria and required resources in order to achieve the set targets and objectives” (Bana & Shitindi 2009:13). 

Since performance appraisal was implemented in public sector in Tanzania, it is the most popular and well-known tool compared to other tools of performance management. The issue is that performance appraisal system was aimed to bring efficiency and effectiveness of employee’s performance in which it would lead to improved services. For this to be possible performance appraisal needs to be instituted so as to make it possible to have the expected effects (Bana & Shitindi 2009). 

For the past two decades Tanzania has been implementing several political, administrative and economic reforms with the aim of developing and improving the economic status of the country (World Bank, 2008). With so many reforms being introduced and implemented almost at the same time (these reforms being suggested by donors as conditions to acquire financial aid) most of these reforms have not been successfully implemented and institutionalized (Beitenhader et al, 2010). Although performance appraisal system intentions in the Tanzanian public sector have been meritorious, it still does not seem to reach the expectations (URT, 2010). 

1.2 Statement of the Problem
During the last two decades, most African countries including Tanzania have embarked on a comprehensive public sector reform programmes with the aim of improving overall performance of public sector employees (ECA 2004). Due to that, the government of Tanzania adopted a system to determine performance of public organizations and performance of public officials that is known as Open Performance Review and Appraisal (OPRAS) (Daugherty, 2001). 

The OPRAS was introduced in 2004 and replaced a former confidential performance appraisal (URT, 2005). For years now the public sector in Tanzania has been administering performance appraisal to its employees (Songstad, et al., 2013). The current appraisal system procedures were designed to assist both managers and subordinates in planning, managing and executing organizational goals, which will lead to effective service delivery to the public (Bana, 2007). 

Overtime, different forms of appraisal have been implemented in developing countries; however these reforms have been unsuccessful due to several factors, which among others the lack of consistence and follow up is one of them (Turner and Hulme, 1997:105). This challenge also seems to affect OPRAS as despite of the early introduction in 2004 and the three years of pilot study and implementation all over the country (URT, 2005), very little changes have been visible judging by the services delivered by the public sector employees (URT, 2005). The situation in the public sector is almost still the same, too many procedures, ineffective services and poor customer care as opposed to the intent of the implementing performance appraisal system reforms (Bana, 2008). 

Due to the importance that can be obtained because of proper adherence and implementation of OPRAS, several studies have conducted in the country on the issue (Mwanaamani, 2013). Such studies include Simtengu (2004); Nyamoga (2004); and Igogo, (2009). However, these studies focused on addressing the challenges that face the implementation OPRAS while neglecting on studying the existing relationship between OPRAS and employees performance.   It is because of this neglect of an important aspect of OPRAS implementation that the researcher aims at examining the OPRAS and employees performance by taking the Ministry of Home Affairs as a case study. 
1.3    Objectives of the study
1.3.1	General objectives
The general objective of this study will be to assess the impact of OPRAS implementation on the performance of the employees in the Ministry of Home Affairs in Tanzania.

1.3.2 Specific Objectives
i.	To identify employees awareness to OPRAS in Ministry of Home Affairs.
ii.	To determine the employees performance due to implementation of OPRAS in; Ministry of Home Affairs.
iii.	To determine the procedures used in implementing of OPRAS in Ministry of Home Affairs; and
iv.	To examine the policy of implementation of OPRAS in Ministry of Home Affairs. 

1.4 Research Questions
a.	What is the employee’s awareness of implementation of OPRAS in Ministry of Home Affairs?
b.	How implementations of OPRAS improve the performance of employees in Ministry of Home Affair?
c.	What are the procedures of implementation of OPRAS in Ministry of Home Affairs?
d.	What is the policy of implementation of OPRAS in Ministry of Home Affairs?
1.5 Significance of the Study
It’s also trying to identify the key issues that influence employees’ performance in working organization through OPRAS. Research will also be useful as a source of reference for academic purpose for students, Lecturers and other researchers who may conduct future research in OPRAS and employees performance in working organization. It will serve as a guide for policy makers in any future decision-making and contribute to the body of knowledge.

In conclusion, the study, which is a partial fulfillment for the award of Masters, will enable the researcher who is a HRM trainee to be awarded a HRM.

1.6 Scope of the Study
This study will covers the activities related to Ministry of Home Affairs in Tanzania, because of inadequate time frame the research will only be limited to Dar es Salaam only.

1.7 Limitations of the Study
In doing this research, the researcher will be faced the following limitations:
i.	Incorrect information from the respondents about OPRAS.
ii.	Inadequate financial resources. Some clients openly demanded some tips after the interview dipping further in the limited resources given.






This chapter will review theoretical perspectives from various authors on performance management. It will intend to examine some of the key aspects pertaining to employee’s performance management. The chapter is useful as it familiarizes the author and other readers with the essential human resource functions in modern organizations. Moreover it provides a useful link between the research problem, methodology and study findings. 

2.2Theoretical Reviews
2.2.1 Definitions of Key terms 
Performance; Performance is one of the words which definition is very flexible as everyone places the concept that suits best, and letting the context take care of the definition. Nevertheless in general terms performance can be seen as the result of activities (e.g. of an organization) over a given period of time.

Performance Standards: A statement of the conditions that exist when a job is being performed effectively. Performance standards are used when it is not possible to set time based targets. Standards are sometimes described as standing or continuing objectives because their essential nature may not change significantly from one season period to the next if the key task remains unaltered although they may be modified if new circumstances arise.

Performance will be up to standard if a desirable specified and observable result happens, it should preferably be quantified in terms for example of level of service or speed of response. Where this is possible a more qualitative approach may have to be adopted in which case the standard of performance definition would be in effect state; junior or more routine jobs are likely to have a higher proportion of standing objectives to which performance standards are attached than senior and more flexible or output – Oriented jobs.

Performance Measures: They are agreed when setting objectives not only what is to be achieved but how those concerned will know that it has been achieved. Performance measures should provide evidence of whether or not the intended result has been achieved and the extent to which the jobholder has produced that result.
This will be the basis for generating feedback information for use not only by managers but also by individuals to monitor their performance.
i.	Measurement should relate to results not efforts.
ii.	The results must be within the jobholder’s control.
iii.	Measurement should be objective and observable.
iv.	Data must be available for measurement.
v.	Existing measurements should be used or adapted wherever possible.

Measures can be classified under the following headings.
i.	Finance- Income economic value added shareholder value added  Value roles of return, costs. 
ii.	Output	- Units produced or processed through put new accounts.
iii.	Impact.- Attainment of a standard (quality level of service etc) changes in behavior (internal and external customer’s completion of work/project level of take up a service innovation.
iv.	Reaction- Judgment by other colleagues internal and external customers 
v.	Time- Speed of response or turn around achievement compared with timetables amount of back longtime to market delivery times.

Individual measures will be more meaningful if they are linked to one or other of the organizational measures described below.
The concept of performance management: Armstrong and Baron (1998) define performance management as a strategic and integrated approach to delivering sustained success to organizations by improving the performance of the people who work in them and by developing the capabilities of teams and individual contribution.

Performance management is strategic in the sense that is concerned with the broader issue facing the business if it is to function effectively in its environment and with the general direction in which it intends to go to achieve longer-term goals. It is integrated in four senses.
i.	Vertical integration – linking or aligning business, team and individual objectives.
ii.	Functional integration – Linking functional strategies indifferent parts of the business.
iii.	HR integration – Linking different aspects of HRM, especially organizational development, HR development and reward to achieve a coherent approach to the management and development of people. 
iv.	The integration of individual needs with those of the organization as far as this is possible.
Bates and Holton (1995) defined performance as a multidimensional construct, the measurement of which varies depending on variety of factors. They also state that it is important to determine whether the measurement objective is to assess performance outcome or behavior. Other views on what performance is it can be regarded as simply the record of outcomes achieved. On an individual basis, it is a record of the person’s accomplishments. Kane (1996) argues that performance is something that the person leaves behind and that exists apart from the purpose. Bernadin et al. (1995) are concerned that performance should be defined as the outcomes of work because they provide the strongest linkage to the strategic goals of the organization, customer satisfaction, and economic contributions.

The Oxford English Dictionary (2010) defines performance as the accomplishment execution, carrying out working out of anything ordered or under taken. The definitions that when managing the performance of teams and individual both inputs (Behavior) and outputs (results) need to be considered. This is the so called mixed mode Hurtle (1995) of performance management which covers competency levels and achievements as well as objective setting and review.

Performance Appraisal: Torrington and hall (1987) defined performance appraisal as the rating of the worth and the usefulness of an individual’s performance as well as the rating of the degree to which it displays various qualities for benefit of both the individual and the organization. Graham and Bennet (1992), argue that performance Appraisal is the judgment of an employee’s performance in job based on considerations other than productivity alone. Similarly Donnelly (1981) defined performance appraisal as the evaluation of an individual’s performance on the job and provision of feedback to the appraisee so that the performance can be sustained modified or improved. 

Generally performance appraisal is regarded as an organization system of assessing the extent to which the staff is performing in the respective jobs. The purpose is to recognize contributions and improve any cases of weak performance. Therefore, performance appraisal (PA) is a systematic plan for periodic review of an individual’s work performance and effectiveness (Lowery 1985, Lloyd, 1995).

Traditional (Old) and Modern (new) performance management: Two main categories of PA technicians can be identified. These are the traditional and the modern (also known as Open performance review and appraisal) system (OPRAS).

Traditional performance appraisal technique; Arm strong (1988) pointed out that the traditional (Old approach to appraisal incorporates merit rating which attaches numerical value or grades to judgment about such aspects as initiative or judgment. Locker and Tell (1977) advocate that long established techniques used in systems of performance appraisal include alphabetical or numerical ratings, whereby the appraiser is asked to rate the employee on a number of different work qualities such as job knowledge and problem solving ability.

According to Lyons (1971) the traditional PA is characterized by:
i.	Forced choice rating whereby the appraiser is asked to identify the objectives or phrases that best describe the performance of each employee.
ii.	Personality trait rating whereby a structure form is used requiring the appraiser to rate each employee on a scale counting usually four or six points on a number of personal quality and personality characteristics such as confidence, enthusiasm, maturity and initiative.
iii.	Graphic rating scale whereby the appraiser is asked to rate employees in terms of number of defined work or personal qualities by placing a tick somewhere also along a line “very high to very low”.
iv.	Forced distribution whereby a number of categories is established for each work quality to be assessed i.e. low, below average, above average or high.
v.	A pair comparison whereby the appraiser is required to indicate which of two employees is rated higher in a series of pairs.

The number of times each is preferred is calculated and performance-rating index is determined based on the number of times an employee is rated higher than his peers. In traditional (Old) PA techniques managers have used standards of personal traits and work characteristics for evaluation.

The personal traits may include; ability to work with other people, leadership, analytical competence, industry, judgment and initiative. On the other hand work related characteristic might include such things as job knowledge ability to carry through assignment and productivity Anderson, G. (1993). 

Various studies have shown that the traditional appraisal technique has proved miserable failure to capture the full objective of assessing employee performance and hence mismanage the performance. This has been caused impart of the tendency of evaluators to commit systematic errors when appraising the performance of the subordinate.
This is especially the case with regard to evaluators on personal traits and the use of complicated appraisal system not to mention its susceptibility to bias. Also appraisers may tend to put unrealistic performance standards and unfairly appraise the appraisee. These and other errors in evaluating employee’s performance are well known and have generated considerable skepticism.

Concerning traditional appraisal procedures Lyons (1971), the traditional approach to many scholars is seen as too mechanical hierarchically centered and controlled and also too bureaucratic. The weaknesses of traditional appraisal system have long been recognized. For instance, the early result of an empirical study of reactions to appraisals among general electric employees in 1920s USA seemed to lay support to these largely observed problems of the traditional PA approach. In this study it was observed that managers typically did not improve their performance even after receiving manager’s evaluation on their work. Some employees were reported to react in a hostile and defensive manner where they were asked to improve their performance as a result of evaluation and feedback (Koontz, H and O, Donnel 1983).

From the above said weaknesses it is suggested that traditional trait based appraisals were and are of doubtful value. These Inadequacies among other factors have led to innovations in PA whereby open performance review and appraisal appear to have become the most preferred model of PA.

2.2.2 Functions of Performance Management
Basically performance management is concerned with performance improvement in order to achieve organization team and individual effectiveness.  
i.	Organizations as stated by Lawson (1995) have to get the right things done successfully. 
ii.	Secondly, performance management is concerned with employee development. Performance management is not achievable unless there are effectiveness processes of continuous development. This addresses the core competence of the organization and the capabilities of individuals and teams. It should really be called performance development (IRS 1996).
iii.	Thirdly performance management is concerned with satisfying the needs and expectations of all the organization’s stake holders, owners, management, employee’s customer’s suppliers and the general public. Particularly employees are treated as partners in the enterprise whose interests are respected and who have a voice on matters that concern them, whose opinions are sought and listened to Performance management should respect the needs of individuals and teams as well as those of the organization recognizing that they will not always coincide.
iv.	Fourthly and finally performance management is concerned with communication and environment. It creates a climate in which a continuing dialogue between managers and the members of their teams takes place to define expectation and share information on the organization’s mission, Values and objectives

This establishes mutual understanding of what is to be achieved and a framework for managing and developing people to ensure that it will be achieved. Performance management can contribute to the development of high involvement organization by getting teams and individuals to participate in finding their objectives and the means to achieve them.
2.2.3 Ethical Consideration
Winstanley and Stuart – smith (2006) had the following contribution performance management should operate with the following ethical principles.
i.	Respect for the individual – people should be treated as ends in themselves and not merely as means to other ends.
ii.	Mutual respect – the parties involved in performance management processes should respect each other’s needs and pre occupations.
iii.	Procedural fairness – the procedures incorporated in performance management should be operated fairly to limit the adverse effect on individuals.
iv.	Transparency – People affected by decisions emerging from the performance management process should have the opportunity to scrutinize the basis upon which decisions were made.

2.2.4 The Scope of Performance Management
Performance management is about managing the organization. It is a natural process of management, not a system or a technique (Fowler 1990). It is also about managing with the context of the business (its internal and external environment. This will affect how it is developed. What sets out to do and how it operates. Johes (1995) said manage context not performance. Responsibility is shared between managers and team members. Managers should regard the people who report to them as customers for the managerial contribution and service they can provide.

Holistic approach to performance management: Holistic means all embracing, covering every aspect of a subject. In the case of performance management this concerns the whole organization. It takes a comprehensive view of the constituents of performance, how these contribute to desired outcomes at the organizational, departmental team and individual levels and what needs to be done to improve these outcomes.

Vertical integration: Integration is achieved vertically with the business strategy and business plans and goals. Teams and individual objectives that support the achievement of corporate goals are agreed.

Horizontal integration: Aligning performance management strategies with other HR strategies concerned with valuing paying involving and developing people. It can act as a powerful force in integrating these activities Armstrong (1998).

Background: Performance management has been one of the most important and positive development in the sphere of human resource management in recent years. The phrase was first coined by Bear and Ruth (1976) but it did not become recognized as a distinctive approach until the mid-1980’s growing out of the realization that more continuous and integrated approach was needed to manage and reward performance.

All too often crudely developed and lastly implemented performance related pay and appraisal systems were not delivering the results that somewhat naively people were expected from them. Performance management has risen like phoenix from the old established but somewhat discredited systems of merit rating and management by objectives.  Many of more recent developments in performance appraisal have also been absorbed in to the concept of performance management that aims at being a much wider, more comprehensive and more natural process of management. Performance appraisal has too often operated as a top down and largely discredited bureaucratic system owned by the personnel department rather than by line managers.

2.2.5 The process of Performance Management
According to Armstrong (1998) the process of performance management is a continuous and flexible process that involves managers and those whom they manage acting as partners within a framework that sets out how they can best work together to achieve the required results. It focuses on future performance planning and improvement rather than on retrospective performance appraisal. It provides the basis for regular and frequent dialogues between managers and individuals or teams about performance development needs.

Performance management is mainly concerned with individual performance and development but it can also be applied to teams. Its reviews provide the inputs required to Great personal or team development plans and too many people. It is essentially a development process and they prefer to talk about performance development review rather than performance management.

Performance review can however produce data in the form of Individual rating which may be used as the basis for performance related pay decisions. Performance Management is a process for measuring outputs in the shape of delivered performance compared with expectations Greased as objectives.
In this respect it focuses on targets standards and performance measures or indicators. But it is also concerned with inputs the knowledge skills competencies required to produce the expected results. It is by defining these input requirements and assessing the extent to which the expected levels of performance have been achieved by using skills and competencies effectively that developmental needs are identified. Therefore performance management is not a top down, backward hooking form of appraising people. Neither is it just a method of generating information for pay decision. Performance management is forward looking and developmental. It provides a framework in which managers can support their team members rather than dictating to them and its impact on results will be much more significant if is regarded as a Trans formational rather than as an appraisal process.

According to Armstrong (1998), Information on objectives can be obtained by asking these questions:-
i.	What do you think are the most important things you do?
ii.	What do you believe you are expected to achieve in each of the areas?
iii.	How will you or anyone else know whether you have achieved them?

2.2.6 Defining Objectives
According to Armstrong (1998), Information on objectives can be obtained by asking these questions:-
i.	What do you think are the most important things you do?
ii.	What do you believe you are expected to achieve in each of the areas?
iii.	How will you or anyone else know whether you have achieved them?
2.3 OPRAS in Tanzania
Various researches were conducted and the findings were presented. Research finding from various studies commissioned by the government have recommended the Introduction of open performance review and appraisal (OPRAS) According to Simtengu, (2004) the government has since made deliberate efforts to introduce OPRAS in all of its sub organs. This drive is explicit in the public service Management and employment policy by the GOT in Tanzania 1999.

In order to improve performance in the public service, the policy (1999) directs that every employee must be given the job description incorporating specific objectives. Moreover, the job description and performance, standards are drawn up in consultation with the employee and shall include personal and skill development objectives as well as operational objectives. Also employees must be given feedback at regular interval of not less than six months on their performance against objectives and shall be given advice and support to improve any shortcomings. Further, a written performance assessment must be completed each year and its contents discussed between the employee and his or her reporting officer (Supervisor). The assessment interview shall provide the opportunity to discuss the employees training and career development needs as well as to recognize good performance and to examine the reasons and agree on remedial action where performance has not matched the required standards.

Moreover, the employees shall have the opportunity to comment in writing on the report and shall be given a personal copy of the performance report on completion. The report shall be presented on the employees’ personal file. All performance reports shall be reviewed by a senior manager to ensure fairness. Open performance appraisal is very relevant in the public service underperformance, uncountable and falling standards of performance of employees are the major obstacles affecting public service institutions in the course of implementation of government policy and provision of public service. It has been argued that the governments of Africa have not been able to effect crucial changes necessary to lift its peoples out   of underdevelopment. 

Effective government performance is central to the creation of market oriented economies and democratic political systems in developing countries (GOT 1998). Over the last two decades many governments in Africa including the GOT experienced sharp economic slowdown and stagnation in some cases that resulted into recording negative entries in the BOP registers. This poor economic performance was caused by various factors that were similar and also different in some ways. 

Some factors included political instabilities economic and social environment. This situation led to fiscal stress decline poverty (GOT 1998). Therefore the public and private organizations including local authorities have been deeply concerned in improving their performance, changing production patterns as well as increasing efficiency effectiveness and innovation. To individual employees on the other hand, their concern has been about quality of work life and above all job security. Thus it is not surprising that many organizations are striving for the better results on the organizational performance. The introduction of open performance review and appraisal system appears to be one of the strategies adopted by the ministries, local authorities, various independent departments and units in Tanzania., Ministry of Home Affairs being one of them, in order to improve individual as well as organizational performance. In the paper presented by Mr. Fredric S.H. Mbaga during the special training for Administrative officers and establishment officers in 2004, on the practical application of OPRAS in Ministries, about five advantages of OPRAS were identified; some of the advantages were the following.

It is participative and comprehensive in approach: The experience of the past has necessitated the decision to involve employees in the design and implementation of the new open performance review and Appraisal system. The new system combines the top down articulation with a bottom up process of consciously involving the subordinate staff in the appraisal process. This participative approach is in line with the best practice in process – consulting principles of management Mbaga (2004). 

The open performance review and appraisal system has avenues of contributing to change in our attitudes to work. A key consideration in using the participative approach is the impact that it has on attitudes to work.  So far the evidence is that staffs in the ministries who have started using the new open review and Appraisal system are generally responding positively to their greater involvement and to the additional responsibilities that are transferred to them. However one of the obstacles encountered, is the inherent passivity induced by the traditional command and control style of public service management. 

We are nonetheless optimistic that this passivity will be steady overcome as public servants begin to have an increasing share and substantive ownership of the new system in their organizations. We should also note that although a large number of the passive and less able staff does not in practice make substantive contributions at our work places they subsequently do respond well to being consulted. There are therefore significant benefits in bringing them on board particularly when it comes to implementing the new open performance review and Appraisal system Dotto (2010).

Supervisors and managers feel the sense of purpose: As regards the introduction of this new system we are confident that many employees particularly managers and supervisors will feel a greater sense of purpose under a regime of well-defined targets and performance measures. This should help then to organize their work better and raise their morale. However we are equally well aware that some employees, hopefully a small minority will resist the move towards the new system and may display negative attitude towards the new initiatives. In any case we believe that it will be to our advantage if the introduction of more rigorous performance management systems can enable us to flush out the negative elements that can then be dealt with through retraining, redeployment or re – orientation as may be appropriate Mbaga (2004).

Improvement in standards of service delivery: The establishment Monitoring and prominent display of explicit measurable objectives or targets in the appraisal for has a bearing in the improvement of standards of service delivery. When faced with the challenge of meeting their targets in their service delivery. Public servants feel the need to reexamine their roles and to reappraise their work habits and attitudes Mbaga (2004).
Information and transparency: This system is about the provision and release of comprehensive and accurate information on service delivery process costs and standards. It seeks to improve communication between the public servant and the employer and to build trust by simplifying the procedures and setting deadlines for the achievement of the objectives.

Value for money: This system stands for efficiency and economic delivery of public service bearing in mind the limitation in national resources right from the stage of strategic planning objectives setting and the implementation criteria. The new performance review and appraisal system promotes a new performance management culture which focuses on getting increased output with constant or less inputs.  The system will enable the public service to measure much more effectively the outputs in relation to the cost of inputs and thereby assess whether the Government and the people are getting value for money Mbaga (2004).

OPRAS as the corner stone of the public service reforms improvement programme: This programme is the production and implementation of OPRAS. It is felt that this is one of the best ways to establish a new performance based management culture in the public service. The salient features should be that of its being owned by every one of us in the public service. This ownership should enhance the prospects that the institutions and individuals administering it will be committed to implementing it. Our experience is that this can be achieved in practice through skillful facilitation of every one of us wherever we may be from the above remarks it is very clear that the introduction of OPRAS represents the government Commitment to put the public sense in order as well as the local government sense. Since OPRAS is still in its infancy a lot of learning will be required before its straightforward benefits can be realized. More studies are to be conducted.

2.4 Empirical Literature Review
Several studies have been conducted on the issue of performance in Tanzania, such studies include; the first study is by Mwanaamani, (2013) which was titled; “Challenges of Administering Opras in District Councils in Tanzania: the Case of Lushoto District Council”. This study aimed at investigating the challenges of administering OPRAS in District Councils.  In attempt to meet the objective of the study, questionnaires and interviews were carried out to the selected sample to get responses from the respondents. The findings revealed that the employees see OPRAS as good but its implementation needs some improvement to meet the expected goals. The challenges identified were setting of unrealistic budget to meet the required resources for the whole process. Budgetary leads to other challenges such as lack of integration between the supervisor and supervisee objectives on one hand and that of the organization on the other. Lack of support from the supervisor and lack of training also minimizes the efficiency of the OPRAS process.

The second study was by Igogo, in (2009) which was titled; “The Adoption of Open Performance Review Appraisal System (OPRAS) in Tanzania: The Case Study of National Board for Materials Management (NBMM)”. The aim of this study was to examine factors that contributed to hindering the process of implementing some policies in Tanzania with particular reference to OPRAS. This research examined theoretical and empirical literature that was deemed relevant to the study and explained how the study was conducted, especially, the method and type of data to be collected, research instruments utilized, research design and the way the collected data were analyzed for meaningful results. 

Findings from various interviews and questionnaires, which included the opinions of the managers and employees, were presented and interpreted. In order to improve the Performance Appraisal System, the research advised the execution of OPRAS through 4Ms, which stand for Man, Money, Materials. Another study was by Massawe, (2009) which was titled The Effectiveness of Open Performance Review and Appraisal System (OPRAS) in the Executive Agencies: The Case of the National Bureau of Statistics (NBS). This study aimed at assessing the actual effectiveness for OPRAS in fulfilling its intended objectives. This study used purposive sampling for key employees such as Directors, Heads of Departments and Heads of sections within the NBS. 

The study revealed that, the organization did not put in place an action plan for training its Staff at all levels on the importance and how to fill in the OPRAS Forms. The study reveled further that, the organization lacked an effective mechanism for monitoring implementation of OPRAS. This was evidenced by 60% of the respondents (25) who very much voiced concern on this issue. Based on the above explanation, it is recommended that, in order to ensure effective employee performance appraisal, employees need to be trained before implementing OPRAS. Furthermore, it is important to put in place monitoring and evaluation mechanism during implementation process.
The last study was by Mpululu in 2014 which was titled The Effectiveness of Open Performance Review and Appraisal System of Public Primary School Teachers: A case of Mvomero district. The general objective of the study was to assess the effectiveness of the Open performance Review and Appraisal system of public primary school teachers' The study revealed that OPRAS implementation to public primary school teachers in Mvomero district was ineffective low level of understanding of appraisal system by supervisor and supervisee, negative teachers perceptions on OPRAS implementation, failure to use the evaluation feedback by supervisors in decision making, contributed to ineffective implementation of OPRAS. In view of above findings it is recommended that level of understanding of appraisal system by supervisors and supervisee and teachers perception on OPRAS should be increased through training and OPRAS. 

Looking at the above studies that have been conducted in Tanzania, the researcher has realized that majority of them solely focused on the challenges facing the implementation of the OPRAS. None of the studies aimed at assessing the relationship between OPRAS and employees performance, which will be the focus of this study. 

2.5 Conceptual Framework
Performance management is also concerned with employee development. This is because performance improvement is not achievable unless there are effective programmes to facilitate continuous development. Effective performance management requires systems, including, awareness employees’ performance, policy, clear processes and procedures. Moreover, it presupposes an enabling institutional and legal framework as well as identification of the Key Performance Areas (KPAs). 

The performance agreement contains objectives, targets, performance criteria and resources required for implementing the performance agreement. The agreement is the basis for staff performance appraisal. The performance agreement derives its annual targets from the annual plan and budget. This link cascades down the implementation of the plan to individual staff levels and thus enhance individual accountability.

The policy stipulated clearly the need for a performance and results-oriented management philosophy in the public service. The Act provides an enabling legal framework for managing performance in the public service. These instruments were important in order to give performance management initiative in the public service a legal status. The policy and legislation were important instruments to facilitate a gradual creation of performance-accountability culture in the public service. 

















A research design is a plan of action for collecting data, organizing and analyzing it with the objective of combining the relevance of the research with the economy in procedure (Kothari, 1997 and Bailey, 1994).  There are various categories of research designs.  These include case study design, survey design and experimental design.  This study will employ a case study design.  The choice of this design is that a case study is characterized by a thorough study of a unit over a range of variables but always maintaining the unitary nature of the unit of inquiry.  Moreover, a case study design is flexible in terms of data collection and analysis.  Finally, a depth and a breadth study of the units of inquiry characterize a case study design.

3.2   Area of Study
The research was conducted in Ministry of Home Affairs.  The choice of the area is influenced by availability of data and shortage of financial resources.

3.3 Study Population
The sum total of the units of analysis is called the population or universe (Bailey, 1987:81). A large population cannot be studied in its entirety for reasons of size, time, cost or inaccessibility (Ahuja, 2001:157). In the same way, the researcher will use the sample for this research due to the constraints of time and other resources. The general population for this study will be 56 people composed of selected personnel in working organization. The selection of these people is based on the fact that both have got some experience and practice in one way or another in OPRAS.
3.4 Sample size and Sampling Procedure
Sample size depends largely on the degree to which the sample approximates the qualities and characteristics of the overall population. Leedy (1980) suggests three factors to consider when deciding on a sample size. The factors are the degree of precession required, the variability of population and method of sampling to be used. My sample size will be 56 respondents. A simple random sampling and purposively will be used to select the sample size among the respondents and stakeholders. Except of the persons-in charge of the organization, selection of respondents including staffs and other stakeholder will be random.

3.4.1 Simple Random Sampling
Simple is a probability whereby all members in the population have equal chance of being selected to form a sample. In this case probability selection of the study will made where by each staffs will give equal chance on selection into sample. Using simple random sampling will involve the researcher to select the sample at random from the sampling frame without replacement (Krishimaswami, 2002:148-152). Staffs and other stakeholder in the study will be selected simple random because is less representative of heterogeneous population 

3.4.2 Purposive Sampling
This is where the researcher targets a group of people believed to be typical or average or a group of people specially picked for some unique purpose. The researcher never knows if the sample is representative of the population, and this method is largely limited to exploratory research. (Babbie, E. 1992).The respondents from different departments  will not done for the sake of so doing but the researcher did it purposely with expectation of getting data, which will helpful in accomplishing the research. 

Ndunguru (2004) and Kothari (2000) argue that purposive sampling is considered as representatives of the population for the case study research. Thus the study purposely selected Heads of Department who will be direct involved in human resource development in working organization. In the study will be selected purposively because, by virtue of their positions in their respective organizations/ institutions, will thought could  be in possession of the information being sought about election issues. The positions occupied by officials will be considered in selecting the appropriate respondents, and in case senior officials will ready throughout sampling procedure. The researcher using purpose sampling technique picked these people believing that they will have information useful for the study.

3.5 Research Instruments
This study is on the challenges facing procurement staffs in working organization Ministry of Home Affairs as the case of study. The sources of data will be selected stakeholders in Ministry.  Various methods of data collection will be employed.  These will comprised of survey methods in which interviewing and questionnaire administration will take place.  Documentary sources will also forming the major sources of data of this study.

3.5.1Self- Administered Questionnaire
Questionnaire is the systematic design questions for the purpose of collecting data from a respondent. Is a set of questions that are usually sent to the respondents to answer at their own convenient time and returned back the field questionnaire to the researcher (Mugenda, 1999). Randomly sampling was applied to obtain the information from respondents. A guided questionnaire as well as structured questionnaires will be used to collect data relevant to the study.  To ensure reliability and validity of data the questionnaires will be pretested before the actual study takes place. Kidder (1981) argues that the use of questionnaires is of advantage because of economy, limiting interviewer’s bias and the possibility of anonymity. The respondents of questionnaires will be selected randomly staffs.

3.5.2 Interview Guide
An interview is a scheduled set of questions administered through oral or verbal communication in face to face relationship between the interviewer and interviewee (Devie 1997). For the purpose of collecting well-detailed information unstructured interview schedule will be used. This is because an interview is essential for understanding data obtained through quantitative methods (Kothari,2002) also Leedy (1994:196) argues that face to face interviews have the advantage of enabling the researcher to establish rapport with the participants and gain their cooperation. 

The research technique will involve verbal questioning in collecting data and was administered through person-to-person contact. By the use of the said instrument of data collection, information from key informants (such as the officials from the Institution) will be sought. In order to avoid some inconveniences the researcher will make sure that appointment is made to each client in advance. The respondents of interview will be selected purposive for Head of departments, purposively will be selected because there are the key player in OPRAS.
3.5.3 Secondary Data Collection
Documents refer to an official paper or a book that gives information about something or that can be used as evidence or proof of something (Oxford Advanced Learners Dictionary, 2000:390). In data collection, Van As and Van Schalkwyk (2001:50) state that: “The process of gaining access could be achieved by means of a proposal to a review board or a professional body, or by acquiring the written consent of the parents or person to be interviewed or observed during the research”. Different types of documents will used in order to obtain secondary data, Secondary data will be collected through documentary reviews by minutes, newspapers, OPRAS reports, Journals and magazines. These data will used because are quickly secured and cheaply also will verify the findings based on the primary data.

3.6Data Analysis Methods
Data analysis consists examining, categorizing, tabulating, testing or otherwise combining both quantitative and qualitative data to address the initial propositions of the study (Yin, 2003).  Descriptive statistical methods will be employed for this study. Frequency distribution tables, graphs and charts will be used to summarize the data.  For categorical variables cross - tabulations will be prepared.  Simple indices such as mean, median, variance and standard deviation will be used wherever applicable. The analysis will be done manually and wherever necessary appropriate statistical computer software will be employed.

3.7 Ethical issue
The study will conducted in accordance with the ethics requirements and the rights of individuals as stipulated in the Constitution of the United Republic of Tanzania. Under no circumstances the researcher will entertain the intrusion of respondents without requesting the prior approval from them.

3.8 Data Validity and Reliability
3.8.1 Validity
The issue of validity will be addressed by ensuring that question content in the data collection instruments (interviews, observation, and focus groups) directly concentrated on the research objectives (Gray 2004). The study will address external validity through various means. As ample will be selected which allowed for a subject to be viewed from all relevant perspectives. Further, this study will be able to ensure the validity of the findings through a quantitative survey of the semi-structured interviews, where the categories counted will be derived from the theoretically defined concepts. According to Silverman’s (2006), simple counting techniques, theoretically derived and ideally based on participants’ own categories can offer a means to survey the whole groups of data, test and to revise their generalizations, and removing doubts about the accuracy of their impressions about data.

3.8.2 Reliability 
Reliability will be also minimized in data analysis by checking for consistent patterns of theme development between two research assistants as suggested by Creswell (2003). The instruments will always be administered in a consistent fashion. In addition, qualitative study findings will be provided to maximize the transferability of the study findings and inferences to other people and settings that are similar to the context of the present study.
CHAPTER FOUR
4.0 DATA PRESENTATION, ANALYSIS AND DISCUSION OF FINDINGS
4.1 Introduction
This chapter presents the findings analysis and interpretation basing on the study carried out to assess the impact of OPRAS implementation to employees’ performance, which was conducted in Dar es Salaam at the ministry of Home Affairs. The chapter covers five  parts namely basic facts about respondents and the four objectives of the study that include to identify employees’ OPRAS awareness to determine the employees performance following the implementation of OPRAS to determine the procedures used  in  implementing OPRAS and to examine the policy of implementation of OPRAS in Ministry of Home Affairs.

It incorporates the voices of subordinates themselves as they explain the situation pertaining OPRAS implementation, when it is used as a tool of performance appraisal. The impact of OPRAS at the Ministry of Home Affairs reflects what is happening on the ground. It also reflects what is happening in other public sectors in Tanzania where OPRAS is used as a tool of performance appraisal. Provision of good services and best performance is a current concern of Tanzania today; it is through dissemination of enough information regarding the impact of the current performance appraisal system we can succeed to make an ideal choice. 

From that background this study was carried out so that it is used as an impetus to government realization of the need to adopt conducive performance appraisal system for better employees’ performance in public sectors. 
4.2 	Respondents Particulars
4.2.1	Respondents’ Composition
The study comprised different groups of respondents, which includes the employees and superiors generally a total of 56 respondents were involved in this study, as follows; 16 (28.6%) Probation Officers, 5(8.9%) State Attorney, 6(10.7%) Computer Analyst, 3(5.4%) Registration Officers,4(7.1%) economists, 1(1.8%)Procurement Officer, 6 (10.7%)human resource officers, 7 (12.5%) administrative officers,6 (10.7%) record management assistants and 2 (3.6%) Drivers making a total of 56(100%) respondents.

4.2.2	Basic Particulars
Respondents’ personal particulars included; the gender, age, level of education, position of the respondents and experience.

4.2.2.1 Gender
It was assumed important to balance the gender of the respondents in the study. Therefore, the researcher tried to balance the gender participation in all groups of respondents. Table 4.1 shows how genders were balanced.














Source: Research Data, 2015
Table 4.1 shows that 25 males respondents (44.6%) of the total respondents participated in the study also 31 females (55.4%) of the total respondents participated in the study. This shows that a researcher was gender sensitive and he valued the possible contribution of it to the assurance of the study validity.

4.2.2.2 Age of the Respondents
It is always important to analyze the age of respondents in research. The issue of age is a vital element in triangulating the respondents’ information.  Responses differ basing on the maturity of the respondents and experiences. Understanding that, a researcher selected heterogeneous respondents in terms of age in order to minimize the risk of invalidity. The analysis of respondents’ age, are presented in graph 4.1 which is appended at the end in appendix C and in Table 4.2.








Source: Research Data, 2015


The study revealed that most of the respondents were within 18 – 55 years, with an average age of 40 years. Respondents (18-28 yrs) comprised of 8 (14%) of the respondents, respondents (29-38 yrs) comprised of 17 (30%) of respondents, respondents (39-48 yrs) comprised of 25 (45%) of the respondents and the respondents with the age above 48 were 6(11%). This revealed that the study met its expectation of involving many vital segments who deemed that, would give the valuable information to meet the study objectives.
4.2.2.3 Level of Education of the Respondents
As regard to the respondents’ education background, it was assumed important to collect different employee’s attitudes on implementation of OPRAS.  Here a question was asked on the respondent’s background so as to know their level of education. The findings are presented in table 4.3.The further analysis of this is indicated in graph 4.2 which is appended at the end in appendix D.
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Source: Research Data, 2015

Table 4.3, shows that 2(3.6%) respondents were form four leavers, 3(5.4%) respondents were form six leavers, 4(7.1%) respondents were certificate holders, 6(10.7%) respondents were certificate holders with form six secondary school education level, 22(39.3%) respondents were Diploma holders, 16 (28.6%) respondents were Advanced Diploma/First Degree holders, 2(3.6%) respondents were Masters holders and 1(1.8%) respondent a PhD holder.

4.2.2.4 Position of the Respondents
It was observed that 16 (28.6%) of the respondents were Probation Officer, 5 (8.9%) were State Attorney, 6 (10.7%) Computer Analyst Officers, 3 (5.4%) were registration Officers, 4 (7.1%) were economists, 1(1.8%) was a Procurement officer, 6 (10.7%) were human resource officers, 7 (12.5%) were administrative officers,6 (10.7%) were record management assistants and 2 (3.6%) were Drivers.  This means a large number of respondents were land Probation Officers who are subjected to OPRAS implementation since they are the lower level workers at the Ministry to whom they are directly affected by the impact of OPRAS.














Source: Research Data, 2015

4.2.2.5 Experience of the Respondents
The issue of experience was deemed important to understand in analyzing the data pertaining OPRAS and employees’ performance in the Ministry of Home Affairs in Tanzania. Thus, a question was asked on the respondent’s background. The findings were as presented in graph 4.3 in appendix E and in Table 4.5.









Source: Research Data, 2015

Table 4.5 shows that 4(7.1%) respondents had 1 year experience, 2(3.6%) respondents had 2 years experience, 6(10.7%) respondents had 3 years experience, 10(17.9%) respondents had 4 years experience, and 34(60.7%) respondents had experience of above 4 years. From this stand point of data it can be said that the majority of the respondents had higher experiences of above 4 years. Experience analysis was routed on the assumption that, people who had served the organization for a long time could give valuable views on their experience regarding the short term performance appraisal as well as long term performance appraisal and specifically on the impact of OPRAS implementation on the performance of the employees in the Ministry of Home Affairs in Tanzania.

4.3  	Awareness of OPRAS by the Employees
Awareness as a state of consciousness is a very significant quality that all members of a particular organization should have in order to make any innovation viable. It is an obligation of any organization to sensitize its employees pertaining any innovation in order to make it a success. Table 4.6 shows the responses on the question that wanted to know the employee’s awareness of OPRAS implementation at the Ministry of Home Affairs. 56 respondents were involved to answer the question and they were required to indicate whether the awareness is adequate or poor as it is shown in table 4.6, which is appended at the end in appendix F.

The findings indicate that the awareness of employees towards OPRAS implementation at the Ministry of Home Affairs is adequate for 49(87.5%) respondents, and 7(12.5%) respondents said that, employees have poor awareness towards OPRAS implementation. Through interview one administrative officer responded that;
 ………..even though OPRAS is a new innovation for managing individual performance in the public service institutions, but it has been implemented here since 2004, therefore it is obvious that workers in here they are all aware of the system…….  


Through interview a researcher continued to ask the Procurement Officer who works at the Ministry of Home Affairs to find more information on the awareness of OPRAS, and he had this to say;
……OPRAS is a new innovation that replaced the Closed Annual confidential Report System (CACRS) which was dominated by absence of feedback and poor help in the identification of the training needs of the employees, it is a good thing here that subordinates here understands the ABCs of OPRAS but honestly to make it a viable management tool, some trainings are very important……..


These answers helped the researcher to put them together and see the reality of the situation that the awareness of OPRAS is adequate. So the findings indicated that the respondents provided the valid responses because their results were even replicated through the use of other methodologies including observation.

It can be concluded that OPRAS is a new innovation that is capable of changing the situation of poor performance into the best performance. Therefore workers should not only have an idea of what it is but rather workers should be helped to know it better so that they use it happily in their work routine, doing so will promote the best performance and hence  the realization of the intended goals and objectives. To make OPRAS a success management tool, organizations must invest time in performance appraisal skills, in developing systems of evaluation which takes into account reliability, validity, and designing systems to meet specific organization conditions and expectations.
4.4 Implementation of OPRAS and Employees’ Performance at the Ministry of Home Affairs
In Tanzania OPRAS was introduced as a tool to be used in enhancing the administrative changes that aimed at restructuring the public sectors and improve the performance of public servants so as to enable them to deliver efficient and effective services. OPRAS was officially introduced in 2004 in central government and all local authorities (Mbegu, 2004) in which several methods were used in introducing it to the public servants. This study explored the Implementation of OPRAS and Employees’ Performance at the Ministry of Home Affairs. Below are the responses of respondents following the question which asked the extent of employees’ performance following the implementations of OPRAS at the Ministry of Home Affairs. The respondents were required to indicate whether OPRAS has promoted adequate performance or not, their responses are indicated in Table 4.6.

Table 4.6: Respondents Responses on the Implementation of OPRAS and Employees’ Performance 
Responses	Respondents	Total
	probationofficers	State attorney	Computer Analyst	Registration Officer	Economists	Procurement Officer	H.Resource Officers	Administrative Officers	Record Management Assistants	Drivers	
OPRAS has promoted adequate performance       	10	17..9%	5	8..9%	3	5.4%	3	5.4%	1	1. 8%	1	1. 8%	3	5.4%	4	7.1%	3	5.4%	1	1. 8%	34	60.7%
OPRAS hasn’t promoted any change	6	10.7%	-	-	3	5.4%	-	-	3	4%	-	-	3	5.4%	3	5.4%	3	5.4%	1	1. 8%	22	39. 3%
Source: Research Data, 2015

The findings indicate that the implementation of OPRAS at the Ministry of Home Affairs has promoted adequate performance for 34 (60.7%) respondents and 22 (39.3%) respondents said that, OPRAS hasn’t promoted any change. The study findings discovered that the respondents who claimed of OPRAS to have promoted adequate performance, their arguments were based on the following reasons that; that since the introduction of OPRAS employees’ performance had significantly improved compared to previous years. 

Even the organization’s performance has been improved especially in setting the mission and vision of the organization, setting the Goals and objectives and also in planning strategically and also Monitoring and evaluation on various projects. Additionally the development of strategic plans gave every employee an opportunity to know his/her responsibility and be accountable for them. At the end of the year the employee was required to account for what he/she agreed to perform thus the comparison of output against agreed targets is done.

Furthermore, they retorted that, this approach arguably motivates employees to ensure achievement of performance agreement between individual employees and supervisors. Through questionnaires it was discovered that there were great improvement in signing the individual performance agreement (IPAs as most employees signed their individual performance agreements. This in itself laid the foundation for better performance, they said. They added that OPRAS has created a new culture of being accountable to the supervisor and being responsible for one’s own activities in the Ministry, likewise the supervisor’s accountability and responsibility to insure fair play. Responsibility and accountability are some of the principles of good governance. Therefore OPRAS is an attribute of good governance. OPRAS therefore made people know that whatever activity that was to be done had to be agreed between two parties (supervisor and supervisee) and that the supervisee had to finally be responsible and accountable for the agreed performance targets and standards.

The respondents who claimed of OPRAS to have not promoted any change they  complained on the lack of feedback evaluations in which are essential to the subordinates to know how they have performed and whether they needed to improve. This was not only to the lower cadres but also the heads of departments  had not been evaluated and given feedback as stated in the annual assessment of local authorities for the year 2009 (URT,2009). The argument indicates the lack of seriousness of the appraisers to focus on things that matter such as the completion of the OPRAS process circle and not the filling of forms only as explained by a respondent (who was a land technician) during focused group discussion at the Ministry of Home Affairs that..
 “From my experience the supervisors are more concerned whether we have filled the forms and not what is in the forms, because if they paid attention to the contents in the forms they would have realized a long time ago that we copy from each other’s forms and  it is most likely that if you look in my form and other land technicians  we have written the same thing even though we belong to different departments”

Also the findings show that most appraisers pay more attention on the filling of the forms as the core of the appraisal system while paying less attention on the actual OPRAS process circle. Furthermore the inconsistencies do not only hinder the institutionalization process but also makes most of the public servant to think of OPRAS as a formality which has no effects to their daily activities or future prospect of their career because until now OPRAS is not a determinant in any of the decisions that may affect their career such as promotion, transfers, demotions or early retirement, the situation therefore hinders OPRAS from the quality it would have.

Through interview an official who is a land  officer at the Ministry of Home Affairs when he was asked about his opinion with regards to OPRAS and employees performance he had the following  response: 
“I think it’s a good way to increase performance and I think the intentions for introducing it were genuine but practically the system is not what was supposed to be neither what was intended for. And this causes confusion and it is disappointing and a bit ambiguous to whether it is worth the time and money wasted in implementing it.” 

The respondents above implies that the OPRAS purpose and intentions seem to have the best intentions of improving individual and organizations performance but at present the introduction of OPRAS brought about a lot of changes at once and at the same time something’s are still the same (structures, procedures and rules) hence the confusion, which causes the uncertainty among public servants. The study unveiled that the uncertainty was not only among lower cadre public servants but also at the managerial  level in which they resist the system to the point of opposing some of the procedures including filling of the appraisal forms used in evaluating their performance. 

The study finding also illustrate that due to the existence of uncertainty among the bureaucrats, they are unwilling to accept the change that are brought by OPRAS hence they hesitate putting the changes in practice. And because of this their subordinates are left confused with the ambiguous situation of OPRAS being implemented theoretically and not practically because more than half of the public servants have no idea what it is and why they should practice it. During Focus Group Discussions (FGD’s) with the employees of the lower cadre at the Ministry of Home Affairs, some of them seemed confused and expressed their confusion because things are not how they were supposed to be with OPRAS being in place as they expected. One of the respondents explained that: 
 “We are told to create work plans and fill in the forms, but I don’t know why and what is the use of it. I have been filling those forms for 5 years now and I have never been promoted, demoted nor trained as I was told there should be feedbacks. I was told one thing, and what is happening is the opposite and who should I express my concern to and who is responsible I don’t know, it is really confusing and disappointing I thought things will be better with this new appraisal system”


The same feelings were expressed by a respondent during the interview with the officers of the lower carders at the Ministry of Home Affairs; 
“I don’t really know OPRAS but I know enough to know that it is not fully practiced, because there are no changes, still people are promoted by seniority and I have not filled the appraisal form and nothing happened.”

Through the study the reluctance of the bureaucrats to take initiative outside prescribed roles by accepting and instilling the necessary changes so as to ensure continuity of OPRAS proves that, there is a high rate of uncertainty and avoidance. The bureaucrats are responsible for implementing OPRAS but if they are uncertain this means they are reluctant towards the change hence failure to commit which affects OPRAS since there are gaps in the appraisal process and if the system is not completely practiced it is unlikely that the expected objectives (efficiency and effectiveness of performance to improve service delivery) will be met.
4.5 Procedures Used in Implementing OPRAS at the Ministry of Home Affairs
Implementation of OPRAS follows a series of interlinked processes that has roots from the Annual Planning process and ends with the feedback on annual overall performance providing input to the following annual planning process (URT, guideline on OPRAS, 2013). It is essential for OPRAS implementations to follow all the procedures, gaps in the OPRAS process circle, which are found in various public sectors hamper the institutionalization process because it causes inconsistencies in the appraisal system within the organization. 

This is so due to the fact that the steps in the OPRAS circle are inter dependent, and if you skip one step the rest of the steps will not fall in place, for instance without performance agreement it becomes impossible to have an individual performance agreement and impractical to assess the performance of the subordinates without agreement from both parts, the appraiser and the appraise and without assessment, evaluation is out of question hence lack of feedback. This study explored the procedures involved in implementation of OPRAS at the Ministry of Home Affairs. 

Below are the responses of respondents following the question which wanted to know the procedure involved in implementing OPRAS at the Ministry of Home Affairs? The respondents were required to indicate whether the particular procedure is done or not, their responses are indicated in table 4.8 which is appended at the end in appendix G.

The study findings in table 4.8 (which is appended at the end in appendix G) indicate that some OPRAS procedures were adequately followed at the ministry of lands, housing and human settlements development but some were not. OPRAS procedures such as Review institutions annual plans , Setting objectives for chief executives of institution, Setting department objectives, Setting section targets/objectives, Setting individual targets/objectives, and Implementing and monitoring were confirmed by 56(100%)respondents that  were adequately followed. On the other hand, Signing the performance agreement, Midyear performance review, Annual performance review and Feedback on annual overall performance, which are at the heart of OPRAS were confirmed by 56 (100%) respondents that were not done.

The findings show that most appraisers pay more attention on the filling of the forms as the core of the appraisal system while paying less attention on the actual OPRAS process circle. Furthermore the inconsistencies do not only hinder the institutionalization process but also makes most of the public servant to think of OPRAS as a formality which has no effects to their daily activities or future prospect of their career because until now performance is not a determinant in any of the decisions that may affect their career such as promotion, transfers, demotions or early retirement therefore hinders OPRAS to be well instilled.

Respondents   complained on the lack of feedback evaluations in which are essential to the subordinates to know how they have performed and whether they needed to improve. Some stages including the last stage in the OPRAS circle have been neglected by most appraisers hampering the essence of OPRAS to prevail, as indicated by one of the respondent through interview that
….the same people have been chosen to attend the trainings, meetings and courses for capacity building, and if OPRAS  evaluations were used the situation would  not be the same and the training opportunities would  be equally shared among individuals who really need the extra skills to perform better


 Essentially his argument was supported by another participant who spoke on the issue of lack of incentives for those who perform well along with the complaint of how great performers are not being promoted or rewarded on time and sometime not being promoted or rewarded at all, which is against OPRAS as it was stipulated on the (URT, guideline on OPRAS, 2013) that to encourage performance, salary increments will be offered to employees with good performance. Public servants with poor and very poor performance will not receive salary increments as a way of demonstration of their performance levels. Generally the lack of feedback and seriousness of the appraisers to focus on things that matter such as the completion of the OPRAS process circle and feedback provision hamper the success of OPRAS.

4.6 	Policy of Implementation of OPRAS in Ministry of Home Affairs 
The findings observed that the concept of individual performance review and appraisal system was first introduced by section 22-28 of Public Service Regulations of 2003, which was issued under section 34 of Public Service Act of 2002. The aim of introducing this system was to enable continuous improvement of individual performance throughout the year. This current appraisal system is referred to as the Open system comparing to the past system where as it was known as the closed annual confidential report system. The policy of implementation of OPRAS at the ministry of Home Affairs is aimed at fulfilling three main purposes;
i.	Putting right the things that had gone wrong such as the biasness in rating, no feedback to the employees and the secretiveness which did more harm than good.
ii.	Encouraging the public servants to continue to do what they do well such as giving services
iii.	Giving the public servants what they need to aim for the next level as a person (Mbegu, 2004).

It is aimed to establish a culture where individuals and groups take responsibilities for their performance so as to enable a continuous improvement of service delivery and contribution to the vision and mission of their organizations. This is possible through the control of the targets that they set and agree upon the foundation of the standards that they reach. Also the system is aimed to control the performance by awarding the performance of those assessed to be up to or above the standards while providing training to enable those who are judged to be below the standard to do better the next time around.

Policy of Implementation of OPRAS in Ministry of Home Affairs, understands the need to ensure constant communication between the appraiser and those who are to be apprised. According to Gupta (2006) it is important that the subordinates know what is expected of them and how to go about attain the expected result. And this is possible through communication in which there is flow of information and most important agreement upon the expected goal standard. There are six processes involved in the performance appraisal system as outlined by Gupta (2006), these are setting of performance standard, communicating the standards, measuring performance, comparing standards, discussing results and taking corrective actions.
The findings observed that OPRAS at Ministry of Home Affairs, adheres to the contextualized apprising system of conducting it twice a year, that is after every six months new goals are to be set according to the countries strategic plan in terms of service delivery that is delegated to the local authorities and then are divided into each department, team and individual so as every public servant is equally responsible and accountable for the outcome. So in this rationale in every six months the heads of department (appraisers) are to set new standards communicate them to the supporting staff and appraise the staff according to the agreed standard, give feedback and take action to deal with the feedback. This measured continuity and persistence in the institutionalization process.

The ministry  emphasizes  OPRAS form to be filled by all employees in the ministry in accordance with the Public Service Act Cap 298 (R.E 2009).Once dully filled in triplicates, copies of the OPRAS forms are distributed or sent to appropriate authorities as follows: For all officers at the senior level grade and below, the original form is to be kept in the employee personal file in the institution, duplicate to the Parent Ministry and triplicate will be retained by the public servant concerned. For all officers at the level of Principal grade and above together with all Chief Executives in the EAs, original form should be sent to the Permanent Secretary (Public Service Management), duplicate to be kept in the personal files at the MDA and the triplicate should be retained by the individual officer concerned. 





5.0 SUMMARY, CONCLUSION AND RECOMMENDATION
5.1 	Summary of the Main Themes
The study was conducted at the ministry of Home Affairs in Dar es salaam, Tanzania. The purpose of the study was to assess the impact of OPRAS implementation to employees’ performance in the Ministry of Home Affairs in Tanzania. Four specific objectives were used to guide the study; these include to identify employees’ OPRAS awareness in Ministry of Home Affairs, to determine the employees performance following the implementation of OPRAS in Ministry of Home Affairs, to determine the procedures used in  implementing OPRAS in Ministry of Home Affairs and to examine the policy of implementation of OPRAS in Ministry of Home Affairs.

5.2 	Conclusion
It is evident from this study that OPRAS as a new innovation for performance management has not been well implemented at the Ministry of Home Affairs. For instance, the findings indicated that the awareness of employees towards OPRAS implementation at the Ministry of Home Affairs was adequate for 49(87.5%) respondents, and 7(12.5%) respondents said that, employees had poor awareness towards OPRAS implementation. Also on the issue of implementation of OPRAS and employees’ performance, the findings indicated that the implementation of OPRAS at the Ministry of Home Affairs had promoted adequate performance for 34(60.7%) respondents, and 22 (39.3%) respondents said that, OPRAS had not promoted any change. The argument of the minority was based on the lack of feedback evaluations in which are essential to the subordinates to know how they have performed and whether they needed to improve.

On the other hand the issue of procedures involved in implementing OPRAS at the ministry of Home Affairs. The study findings indicated that some OPRAS procedures were adequately followed at the ministry of Home Affairs but some were not. OPRAS procedures such as review institutions annual plans , setting objectives for chief executives of institution, setting department objectives, setting section targets/objectives, setting individual targets/objectives, and implementing and monitoring were confirmed by 56(100%)respondents that  were adequately followed, while, signing the performance agreement, midyear performance review, annual performance review and feedback on annual overall performance, which are at the core of OPRAS were confirmed by 56(100%) respondents that were not done. The findings showed that most appraisers pay more attention on the filling of the forms as the core of the appraisal system while paying less attention on the actual OPRAS process circle.

The findings observed that OPRAS at Ministry of Home Affairs, adheres to the contextualized apprising system of conducting it twice a year, that is after every six months new goals are to be set according to the countries strategic plan in terms of service delivery that is delegated to the local authorities and then are divided into each department, team and individual so as every public servant is equally responsible and accountable for the outcome. So in this rationale in every six months the heads of department (appraisers) are to set new standards communicate them to the supporting staff and appraise the staff according to the agreed standard, give feedback and take action to deal with the feedback. This measured continuity and persistence in the institutionalization process.

Despite the difficulties of implementations that has been manifested through the failure of appraisers to adhere to OPRAS circle, yet using it, is inevitable in any kind of organization be it private, public local or multi international because it  is a way of an organization to assess the individuals employees whether the organization gets what rightfully due from the individuals, as they were employed to perform certain tasks for the success of the organization. OPRAS gives a thorough consideration of the components and various aspects of performance with the attention given to how each component plays part to the desired performance outcome in the organizational, departmental, team and individual level.

5.3  	Recommendations
In the view of the study findings the following recommendations are put forward.
i.	Employees and supervisors must be conversant with the organizational strategic plans, vision and mission in order to make sure that OPRAS system is fully implemented. This will enable employees formulate their performance objectives and strategies which are compatible to those of the organization.
ii.	Continuous training should be made to weak performers and new staff in order to reach an agreeable performance standard through understands. Like ways best performers should be rewarded accordingly
iii.	Immediate supervisors as well as employees should be given specific training to develop the required skills and encourage an attitude which ensures that supervisors give due emphasis to this important aspect of their duty.
iv.	The training on OPRAS should start with the process itself, the appreciation of the concept of performance appraisal and its objectives then it may be targeted on how to set performance targets jointly with subordinates and ensure that individuals set realistic targets.
v.	Performance improvement and examining performance in more objective way should be the key issues to be focused. Head of Department and employees should aim at improving continuously and to remove barriers to job success.
vi.	Support from top management is required to make successful implementation of OPRAS. Therefore the Ministry of Home Affairs in Tanzania i.e. heads of Departments the Ministry Director/Head of Department and the Ministry standing committees should empower and assist the implementation of OPRAS. And OPRAS should be used as a means to organizational development instead of a criteria for removing or retrenching “poor performers” or “Unwanted employees”.
vii.	Management and supervisory skills should be imparted to supervisors through continuous training so that they can be of help on appraisal and decision making process.
viii.	Advocacy on OPRAS should be done to both employees and supervisors to remove the feeling that OPRAS is super imposed i.e. Top bottom. Advocacy will make OPRAS accepted and owned by all the stake holders in the Council.
ix.	More efforts should be made by Ministry of Home Affairs in Tanzania to ensure the practicability of OPRAS in all categories of employees and make OPRAS more results oriented to both employer and employee. The employer should expect good results from the employee and like ways the employee should expect good results from the employer on the employee’s performance. In so doing OPRAS will never seen as a means of suppression, exploitation or victimization of employees but rather a means to ensure fair play in the public service.
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Dear respondent my name is TRANO PETER MBAROOK student of (MA (HRM) at OPEN UNIVERSITY OF DAR ES SALAAM. This questionnaire is mean to collect information on the “OPRAS AND EMPLOYEES PERFORMANCE IN MINISTRY OF HOME AFFAIRS IN TANZANIA” Information that will be gathered will be used mainly for academic purposes. Your responses will be totally anonymous and treated with highest degree of confidentiality. Therefore, I request you to answer the following questions honestly and as openly as you can.

PART A. PERSON DETAILS
Please tick (√) the appropriate answer.
1. Sex
      1. Male									(	)
      2. Female									(	)
2. Age
      1. 18 – 28 years								(	)
      2. 29 – 39 years 								(	)
      3. 40 – 50 years								(	)
      4. Above 50 years								(	)
3. Level of education
     1. Primary                                                               			(      	
     2. Form IV								           (           )
     3. Form VI								           (           )
     4. Form IV with certificate							(	)
     5. Form VI with certificate							(	)
     6. Diploma									(	)
     7. Advanced Diploma/Degree						(	)
     8. Masters									(	)
     9. PhD									(	)

PART B: AWARENESS OF OPRAS IN MINISTRY OF HOME AFFAIRS
Please tick (√) the appropriate answer
4. Are you aware of OPRAS in Ministry of Home Affairs?
        1. Yes 									(	)
        2. No									(	)






6. If NO what is your comments in future for organization?
……………………………………………………………………………………………………………………………………………………………………………………PART C: EMPLOYEES PERFORMANCE DUE TO IMPLEMENTATION OF OPRAS IN MINISTRY OF HOME AFFAIRS
 Please tick (√) the appropriate answer.
7. Are you satisfied with Implementation of OPRAS in Ministry of Home Affairs? 
        1. Yes 									(	)
 2. No									(	)
8. If the above is Yes please mention at least four advantages of implementation of OPRAS to employees’ performance
      1…………………………………………………………….
      2…………………………………………………………….
       3…………………………………………………………….
       4…………………………………………………………..
10. If NO gives your comment in future of the organization?
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

PART D:  PROCEDURES USED IN IMPLEMENTING OPRAS IN THE MINISTRY OF HOME AFFAIRS
Are you satisfied with procedures used in implementation of OPRAS in Ministry of Home Affairs? 
        1. Yes 									(	)
       2. No									(	)





14. What are your opinions aboutthe procedures used in implementation of OPRAS in Ministry of Home Affairs?
................................................................................................................................................................................................................................................................................

PART E: POLICY OF IMPLEMENTATION OF OPRAS IN MINISTRY OF HOME AFFAIRS.
15. Are you aware of policy of implementation of OPRAS in Ministry of Home Affairs?
        1. Yes 									(	)
        2. No									(	)
16. If the answer above is YES, please mention and explain the policy implementation of OPRAS in Ministry of Home Affairs?
................................................................................................................................................................................................................................................................................
17. What are your opinions about the policy implementation of OPRAS in Ministry of Home Affairs?


Appendix B: Interview Guide
1. What is theemployee’s awareness of implementation OPRAS in Ministry of Home Affairs?
2. How implementations of OPRAS improve the performance of employees in Ministry of Home Affairs?
3. What are the procedures of implementation OPRAS in Ministry of Home Affairs?
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